The precise relationship between the positive psychological state of work (i.e. engagement) and the negative psychological state (i.e. burnout) has been receiving an increased attention. Some view these as opposite states on the same or similar continuum, while others take the position that they represent different biobehavioral spheres. Both states exhibit significant correlations to job demands and resources, elements of physical and mental wellbeing, and to each other. This study expands our knowledge of the phenomena of engagement and burnout by analyzing their separate and joint manifestations. Using a large sample of 2,094 nurses, respondents were segmented into quadrants that represent a 50/50 (median split) of Engagement and Burnout. The four resulting quadrants were examined in a series of analyses including logistic regression and ANOVAs. This configurational approach allowed us to examine both inverse and concurrent states of Engagement and Burnout. The findings suggested that engagement and burnout were generally inversely related (67% of the sample) but could be manifested concurrently at either extreme (33% of the sample). Burnout was chiefly driven by work demands as both quadrants of low burnout had lower demands and both quadrants of high burnout had higher demands. Engagement was primarily driven by resources and affinity. Social support acted independently by aligning with states of burnout. Worker health was primarily driven by burnout wherein both states of low burnout exhibited better health and both states of high burnout exhibited poorer health.
Introduction
Researchers in the fields of organizational psychology and organizational behavior have examined ways in which positive or negative perceptions and attitudes are linked to performance at work. The subjective or perceptual measurement of indicators such as satisfaction and motivation have a long history of use in organizational research but increasingly have been criticized for being insufficient to predict performance outcomes on both conceptual or methodological grounds (Brief & Weiss, 2002; Latham & Pinder, 2005; Wright, 2006; van Saane, Sluiter, Verbeek, & Frings-Dresen, 2003) . They have been replaced by measurements attempting to capture more objective, work-related states of mind. Two of the latter include the constructs of burnout and engagement (Bakker, Schaufeli, Leiter, & Taris, 2008) . Burnout is a negative construct contributing to decreased job satisfaction and organizational commitment, and increasing undesired outcomes such as turnover and absenteeism (Lee & Ashforth, 1996) . Engagement is a positive indicator characterized by vigor, dedication, and absorption (Schaufeli, Salanova, González-Romá, & Bakker, 2002) . Vigor is characterized by high levels of energy and mental resilience at work. Dedication is a strong sense of involvement with one's work along with a sense of significance, enthusiasm, and challenge. Absorption occurs when an individual is fully concentrated and happily engrossed in their work to the extent that time passes quickly and they have difficulty detaching themselves from their work (Bakker & Demerouti, 2008; Schaufeli & Bakker, 2004) .
Workers that scored high on engagement have been shown to exhibit high energy and self-efficacy . The positive nature of work engagement leads workers to create their own positive feedback in terms of appreciation, recognition, and success (Bakker & Demerouti, 2008) . Bakker and Demerouti (2008) found that engaged workers carried their enthusiasm and energy with them outside of the organization and felt a sense of accomplishment at the end of the work day. Schaufeli & van Rhenen, (2006) reported a strong connection between positive emotions and engagement. Engagement has also been shown to be positively related to health (Schaufeli, Taris, & van Rhenen, 2008) . Furthermore, Engagement vs. Burnout: An examination of the relationships between the two concepts within the framework of the JDR model 6 engaged workers reported fewer psychosomatic complaints than co-workers who displayed low levels of engagement (Demerouti, Bakker, De Jonge, Janssen, & Schaufeli, 2001 ). Schaufeli & Bakker, (2004) observed that engaged workers suffered from fewer self-reported headaches, cardiovascular problems, and stomach aches.
Different approaches to the conceptualization of burnout have at their core low levels of physical and emotional energy (Shirom, 2005) . Burnout represents a chronic condition that remains stable over time (Taris et al., 2005; Kristensen et al., 2005; Halbesleben & Demerouti, 2005) . Several studies indicated that aspects of the job environment were stronger predictors of burnout than were personality factors (Lee & Ashforth, 1996; Schaufeli & Enzmann, 1998) . However, research also suggested that there was a link between emotional exhaustion, as operationalized within a burnout framework, and family-related factors (Bakker et al., 2005) . This connection between low physical and emotional energy was primarily dependent upon social aspects of the work environment and was distinct from chronic states of depression that represented a propensity towards negative affective states (Shirom, 2005; Schaufeli & Enzmann, 1998) . Burnout has been also linked to a variety of health complaints including circulatory and heart problems, muscular pains, sleep disturbances, headaches, and gastro-intestinal problems (Gorter et al., 2000; Kahill, 1988; Westman and Bakker, 2008) The predominant formulations of burnout and engagement bear a number of similarities which can create confusion concerning the manner in which they relate to each other. At the most basic level, constructs evaluating engagement have been linked to a set of positive emotions (Schuafeli & Van Rhenen, 2006) whereas burnout constructs wwere closely linked to a set of corresponding negative emotions (Schaufeli & Enzmann, 1998) . Some researchers have positioned burnout and engagement at opposite ends of a single dimension (Demourouti and Bakker, n.d). For example, The Oldenburg Burnout Inventory (OLBI; Demerouti et al., 2001 Demerouti et al., , 2003 ) is a tool which measures burnout by categorizing respondent's levels of exhaustion and disengagement thereby effectively placing burnout and engagement at opposite ends of the same scale. (Schaufeli & Bakker, 2003) . According to Schaufeli & Bakker, (2003) , this modification was made in part because studies had demonstrated that lack of professional efficacy was less determinate of burnout than exhaustion and cynicism (Maslach et al., 2001; Shirom, 2002) . A second reason for the addition of absorption to the UWES resulted from qualitative findings suggesting that engagement was characterized by being immersed and happily engrossed in one's work (Schaufi & Bakker, 2003) .
Shirom, (2003) argued that vigor (engagement) and burnout were obliquely related and were thus not positioned at opposite ends of the same continuum. One of his arguments ass that vigor and burnout are subjective components of different biobehavioral systems (Watson et al., 1999) . By adapting this theory, Shirom, (2003) posited that burnout may be an antecedent of an internal withdrawaloriented behavioral inhibition system whereas vigor is a component of an approach-oriented behavior facilitation system. This argument presented the possibility that both burnout and vigor could be operationalized in the same context since many job situations present both demands and opportunities for rewards. In this way, demanding situations may evoke burnout, but the anticipated rewards of completion may simultaneously evoke vigor (Dweck & Legget, 1988 High Burnout (HEHB). These quartiles were then examined using personal and organizational determines nested within the larger framework of the J-DR model (Bakker & Demerouti, 2007; Demerouti et al., 2001) in an attempt to best predict the quartiles along with the comparative states of physical and mental health of its members.
-
Study objectives and research questions
This study expands on our knowledge of the phenomena of Engagement and To address these questions, the study was positioned into the broader J-DR research model (Bakker & Demerouti, 2007; Demerouti et al., 2001 ).
Respondents were nurses employed in multiple regions and multiple hospitals in engagement. This study also concluded that resources and engagement were reciprocal in that work engagement lead to an increase in resources which subsequently increased the level of engagement.
A meta-analysis by Crawford et. al (2010) found that demands and burnout were positively associated and that resources and burnout were negatively associated.
With respect to engagement, they found that resources and engagement were positively associated but the association between demands and engagement varied according to the nature of the demand. Demands that were considered to be hindrances were negatively associated with engagement whereas demands considered to be challenges had a positive association with engagement. Another meta-analysis conducted by Halbesleben et al, (2010) found that engagement and burnout constructs were negatively associated albeit with a few exceptions.
Engagement was positively related to resources and negatively related to demands with resources having a stronger relationship. Present states of physical and mental health were evaluated by assessing general physical health, anxiety and depression. As noted above, both engagement and burnout are measures of employee wellbeing and both have been extensively linked to health. It is common for people suffering from stress to engage in behaviors such as smoking, alcohol abuse, or eating unhealthy food that may alleviate short term effects, but have long-term negative health consequences (Scwarzer & Fuchs, 1995) . Several studies have confirmed that health is closely correlated with burnout. (Kahill, 1988; Soderfeldt et al., 2000) . Engagement is linked to positive emotions and better health . While there is a need for further research on the specific paths between engagement and health, a recent study found that patients who demonstrated positive affect had a reduction in 10-year incidents of coronary heart disease (Davidson et al., 2010) . A summary of the general hypothesized relationships of these categories with regards to Engagement and Burnout can be found in Table 2 -
Sample Methods and procedures

Respondents
Nurses must be registered and qualified within a regional association to practice nursing n Spain.. This study was carried out with the support of these associations in selected regions in Spain. An online survey was prepared, pre-tested and prevalidated, and sent to the regional associations for distribution among their members. The total recipient number could not be determined but 2,115 surveys were completed online. Of these, 21 surveys were removed from the dataset due to spurious data or omissions leaving 2094 complete responses. The majority of responses were received from the provinces of Catalunya and Gipuzkoa. The respondents were 90.3% female, had a mean age of 39 years and had worked as a nurse for an average number of 16 years. Of these, 72% reported living with a partner and 85% of respondents worked full time as a nurse.
Measures
The central measures of the study were the shortened (Schaufeli et al., 2006) Utrecht Work Engagement Scale (UWES) developed by Schaufeli and Bakker (2003) and the Shirom-Melamed Burnout Measure (SMBM, Shirom et al., 2005 ).
The UWES is based upon a three dimension model of engagement which includes vigor, dedication, and absorption (Schaufeli et al., 2002) (Bakker et al., 2004 ). While the model seems to be dynamic and in a continued state of evolution ( Demerouti & Bakker, 2011) , some core components were present across various versions of it. For example, job demands refer to physical, psychological, social, or organizational aspects of the job that require sustained psychological or physical effort (Bakker et al, 2004) . This model examines job demands according to three categories: workload, emotional demands, and work-home conflict.
Job Resources refer to physical, psychological, social, or organizational aspects of the job that are necessary to achieve goals, reduce job demands, and stimulate personal growth and development (Bakker et al., 2004) . Of the original JD-R measures, the scales for Autonomy and Self Development Opportunities were Job Involvement was assessed using a 4 item version from Frone and Rice (1987) which was based on the original measure by Kanungo (1982) .
Employee health and wellbeing was measured by assessing General Health, Anxiety, and Depression. General health was assessed through a single item which asked respondents to evaluate their general state of health varying from very poor and very good (Benyamini & Idler, 1999) . The single-item construct has been found to be a valid predictor of all-cause morbidity and mortality (DeSalvo et al., 2006a) and has demonstrated comparable reliability and validity when compared to other multi-item measures used by health professionals (DeSalvo et al., 2006b) . Mental health was measured via the anxiety and depression scales developed by Dolan and Arsenault (1983) . The variables used in the study, including their respective psychometric properties are presented in Table 3 .
--------------------------------(Table 3 about here) -------------------------------
Analysis Strategy
The data was analyzed in stages which included zero-item correlations and 
Results
The purpose of this study was to identify whether the states of Engagement and Burnout are manifested inversely or can be manifested concurrently. An effort was also made to illustrate these conditions by identifying the primary antecedents of each condition. In addition, levels of physical and mental health found among each configuration were analyzed. workers were functioning in one of the extremes.
------------------------------------------(Tables 4 and 5 about here) ------------------------------------------
The group defined by states of Low Engagement and Low Burnout was best predicted by all three Demands and Job Involvement (see results of Logistic Regression in Table 4 ). Results of the ANOVA analysis (see Table 5 The group defined by states of High Engagement and Low Burnout was predicted using all variables except for Autonomy. The ANOVA results revealed that, compared to the remaining population, this group exhibited significantly lower Demands, higher Resources, higher Social Support, and higher Affinity. They also demonstrated significantly better health on all measures. This group has been labeled 'Apprentices' to indicate their lower demands and higher levels of resources, support, and affinity to the work.
Finally, the group defined by states of High Engagement and High Burnout was best predicted by all measures of Demands, Self Development, Supervisor Support and Job Involvement. The results of the ANOVA analysis indicate that these workers experience higher Demands, higher Self Development Opportunities, lower Social Support, and higher Affinity than their colleagues. They were also marked by comparatively lower health on all measure when compared to their colleagues. We have termed as 'Lone Rangers' to reflect their higher demands, resources, and affinity to the work but lack of social support.
Discussion
The findings suggested that engagement and burnout were generally inversely related but could be manifested concurrently at either extreme. The explained variance of the dominant quadrants is very satisfactory assuming individual level of analysis (LEHB R 2 =.36, HELB R 2 =.35), but the extreme quadrants are lower (LELB R 2 =.17, HEHB R 2 =.12). This suggests that the primary determinants of these states are external to the working conditions. This may reflect personality types or social and cultural factors that influence their participation in the work environment or their ability to manage resources, demands, or social relationships.
Results show that burnout was chiefly driven by work demands as both quadrants of low burnout had lower demands and both quadrants of high burnout had higher demands. This supports the findings of other studies (Xanthopoulou et al, 2007) .
Engagement was found to be primarily driven by resources and affinity. The relationship between resources and engagement has been amply documented in other studies (Bakker et al, 2007 , Crawford et al, 2010 . While both job involvement and organizational commitment have been independently examined along with burnout and engagement, this is the first time that they have been combined as dimensions of a single construct we called affinity. This provides insight into the long-term attitude toward the work and the identification that workers feel with their job which may be a useful construct in future studies. The relationship of affinity to engagement can be partially explained in the conceptual similarity of these attitudinal states with the UWES construct of dedication which asks respondents several questions related to their identification with their work.
Findings pertaining to the influence of social support on burnout and engagement provided an interesting insight. Social support has historically been considered a resource as evidenced by its inclusion as a resource in the JD-R model.
Nonetheless, findings in this study do not confirm this assertion. Social support did not behave like the other resources which were associated with states of engagement. Instead, social support acted independently by aligning with states of burnout. Both states of low burnout evidenced higher social support whereas both states of high burnout evidenced lower social support. This suggests that social support should perhaps be regarded as a distinct construct not to be considered as a traditional resource.
Worker health was primarily influenced by burnout wherein both states of low burnout exhibited better health and both states of high burnout exhibited poorer health. While there has been an abundance of research linking engagement to positive health (Kanste 2011) and burnout to negative health (Ahola, 2007 , Shirom, 2009 , the findings of this study suggest that burnout is the greater determinant of health. However, our measures of burnout, anxiety, and depression were highly correlated which may be indicative of an inherent susceptibility of this type of psychometric research to common method variance. The difficulty of effectively isolating these phenomena has been noted by Shirom (2003) .
Practical Implications
There are a number of practical implications that follow from this study. There has been a recent debate about the relative merits of focusing on positive states of engagement or negative states of burnout. Our study suggests that these states are not mutually exclusive and that focusing too strongly on either state may distract from a more fundamental need to create a positive and balanced work environment. The strongest predictors in this study were demands and self development opportunities. If management would focus on balancing demands and resources and follow that by fostering social support and encouraging affinity through training and recruitment, the result should be positive regardless of whether it is measured according to burnout or engagement. We are not suggesting that measuring either engagement or burnout is irrelevant. To the contrary, they are both useful measures for assessing an employee's current state as reflective of the work environment. However, if the objective is to improve working conditions and enhance employee wellbeing, it would at times be more appropriate to directly assess demands and resources and find ways to optimize their balance. Beyond that, it is in the best interest of companies and managers to continually seek ways to foster social support and feelings of affinity to the work and workplace.
Strengths and Limitations
The purpose of this study was to use a straightforward configurational approach to classify the inverse and concurrent manifestations of engagement and burnout.
The recent growth in popularity of the concept of work engagement and the JD-R model testify to the importance of these constructs and their relationships. Much of the current research on this topic considers engagement and burnout to be linear dimensions and focuses on building structural models of the precise relationships between variables. That approach is to be encouraged, but there is also a need to jointly deconstruct dimensions and relationships in a tactile manner that can inform future structural models. While the majority of respondents fell in the expected categories of HELB and LEHB, the 33% that exhibited one of the concurrent states strongly suggests that new approaches to the study of these variables should be considered. The secondary benefit of this approach is that these findings (Table 5) can be submitted directly to managers to provide an easily understood approach for assessments and interventions.
This quantitative simplification is useful in understanding the underlying nature of the dimensions, but it is also prone to numerous susceptibilities. The study was conducted at a single point in time using purely psychometric sources. It is therefore prone to common method variance (Podsakoff et al., 2003) . Further, the variables of burnout, anxiety and depression have been previously noted to exhibit multicolinearity (Shirom, 2003) . While the sample size was rather large for this type of studies (N=2094), the findings may not be generalizable beyond nurses working in Spain.
Future Research Direction
This study presents the first step towards the classification of specific joint states of work engagement and burnout. By demonstrating that the clusters have unique compositions of antecedents, it would be useful to study whether the contemporary structural models of variables interact differently in each of the four quadrants. It would also be useful to examine whether the extreme quadrants (HEHB, LELB) are influenced by other variables which could include individual personality types, social functioning ability, values, clear instructions, job control or compensation, among others. One of the primary goals of future research should be the identification of paths between the quadrants, or more specifically, to identify paths to HELB from the other three quadrants. If we can increase the accuracy of the worker classification and the paths between groups, we will be able to provide managers with specific tools for maximizing the well-being and productivity of their workers. 
